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1. OH has long supported the Recrultment Reguisitions systen
of esiablishing spocifiec gualificatlions for personnel recrultment,
Detalled jJob deseriptions and position sterdards forn the basis on
which the requisitions wore prepared. The quelifiosticns are peri-
odically revieweld snd uwpdated. Agency recruiters have used these
paddelinoe effectively end OBAI personnel, vhen assisting in reorult-
ing, apply the samoe orltaria. Ve recormend the system 1f periodic
review of the specificetions is sesured.

2. Position qualifications have remained escentially steable
during the pest four or five yomrs, Recent reviews of all professiongl
recrulting specifications in CBOI have required only nisor QW

3. The perstigel that actuglly 10D, with rare excepbions, have
net at lesst the ninlem clendards as reguested in the recruiting
specificptions . The majority rated vwell above minfsmm. OBGI's yecord
in thics respect has been infinenced by the mhw.v&iiy small member
of porsoinel involved. I we hed been involved with three or four
timens the nuber, ovur selectiviiy factor would bave been less offoc-
tive and probebly pove would have BOD'Q ab the minizum level. Thore
bas Leen ne slgnificsnt change in the past ysar oy two.

L. As piated In item 3, above, OBGI feels thet its position
standards for recrdiment have besn effective in procuring guelifiel
perseanel. 5o far wo heve not been foreed to lover the standards in
order to find nev versomnel, the tulk of whieh result from ddreaet
procurenent owtolde the Agency.

5. The ¥idearoor Program is the vehicle around which OBGY
sglects itz comers® gnd bullds thelr career development progras.
Selection is a Jong process. It invelves sffective swervision,
paidanee, and evalhuetion of sach aesployee during the tlme he is
eliubing the ladder. Upon renching the §8-13 level, he is svalupied
as 2 canlidate for the Mldemreer Progras. In essence, his potential
as @ comar is %WM at thet time. Oareer plamning, both before
and after that “imbte”, is of e positive nature. Training cowrses are
selected to elther f‘i&l in his oubstentive background or are directed
toward now responsibilitles to bo assigned., Ares fumillarisation,
swrveys of cartogriphic installations, attendance st professional
mestings, and the Hldeomreer Cowrse itself sre psrt of the carver plan.
OBGI also plmcas speclal eephasis on pelecting persoms from the pro-
duction levels for vacancies abt the doputly, or lowest vanagonent,
lsvels. This iz Lportant bectnse Dubure lesdershiy potentisl is
deterpinad at that time.

#Comers nro here laentifled as those persons with g potential
growth factor to rmech the branch chief lavel and stove.
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6. As of this time, OBGI hes the nscessary lesdership potential
bullt in for tha next 10-15 yeprs. We have an ldentifiable csndicdate(s)
for all positions st the branch chief levol and above. It is recog-
nized, however, that %o meintein this potentiml 1% will be neCeESRIyY
to plan a carefyl training vrogres. "This is rariiculerly importent
in those areas where technical developments (AP, ete.} are moving
ahenl repidly. ‘

7. Competitive Becryitment Fosition
a, Other anwt Agemciesn

1. Zerly in its history, the Agency ettracted meny
highly qualified porsons who were stimilated by the
mission, the newneas, the stetus, and the progreasive
attitude of the CIA. It was not an oll-line agency.

Todgy, 3% stlll offers sope of these same attractions

~= gad 1t 15 not guite yet an cld-line sgenoy. Hogever,

its publie image has been suspest in some quartors

recently end quslified persomncl recrultment could

become & probles. It 1s, therefors, especlally important
that owr professional reeruiters be of the highest quality.
They, rore than anyone else, are in & poeition to continu-
2lly bulld our imege and polish it where it beoomes tarnished.

2. CBGIL slso strongly supports the concept of coutinu-
ally meintaining personal contacts with oollengues In the
scedamle world. OCur experience hes Lbees that much good will
resulte from their visits, and recruitoent is alded.

3« The newly sieveloped Sumuer Intern Progras also
holds puch premise In siding resruitment of qualified per-
sormel and bullding the image of the Agency. Thers sro
shyious limitatlone to this program, but possibly it could
be WMJA

b. In relatlen %o other U.3. agencies, CIA does not
suffer in 1ts prade structure or entrence smelaries. It
does work under & severe handicap, however, in the time
1t tekes to process a fully clesred gpplicant. This
problen is essy to ldemtify and diffieult te aolve, but
it iz u fewtor in owr recruiting offorie.
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b. Industry - business

0BGT genernlly has not experienced s competitive
situwaiion wvith privete industry. In thodse few cases
vhere iu vas evident, we were sable to neel the compebi-
tion in both monay and Job attraction.

¢. Universities

1. Most of OBGI's professivnal reoruiiment iz at
the wilversitlies and collepes. Here we have experienced
& more ceriows cogpetitive sistustion., A high percentage
of the qualified graduates, the ones we want, are planping
gralunto work at the Hasters and Ph.D. level with an eye
townrd the scadeple world. fThis is more of a problem
todsy then it was 5 yomrs ago. The demand for teachers
le lnercasing, research potentiel is high, asd selarien
are attractive.

2. As stated in iten Ta, shove, our competitive role
can be improved by meximm effort towsrl maintaining a
good lmege, continuous persvoel gontact with owr academic
eollepgies; anl the Bumer Intern Progrem.
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